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I. PURPOSE

Introduction

This introduction and evaluation report will describe an innovative

training program for paraprofessionals who will establish and

Occupational Resource Centers in schools and community agencies

throughout the Commonwealth of Massachusetts. Included in this

report are daily and final evaluations of the trainees and the

nl,servations of an outside evaluator. Staff members hoi-e that

with this report the reader will gain an objective view of the

project - its purposes and procedures. Results of this evaluation

process will be utilized in the development of a 1973 summer

training program.

Readers in schools and community agencies in Massachusetts who

wish to participate in this project should contact:

Mr. Arthur L. Leland
Program Director
Paraprofessionals in Occupational Resource Centers
Amherst-Pelham Regional High School
Amherst, Massachusetts 01002

Telephone: 413-549-3710
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Background

Career development today, both in and out of school, requires

innovative approaches in occupational materials and in guidance

technique. Society's desire to help each individual to develop

his full potential regardless of his race, socio-economic, ethnic

or cultural background, places increased demands upon teachers,

counselors, community service personnel and rehabilitation workers

for imaginative and relevant education and counseling.

One way to meet these demands is to make maximum use of present

teachers, counselors, social workers, -- extension workers, employ-

ment counselors and others charged with the administration of

programs within which occupational information can be presented.

Analysis of the differentiation of the professionals' functions

indicates that many of the routine information collection and"

dissemination tasks, though essential, can be performed by trained

auxiliary personnel.

"The introduction of auxiliary personnel, when they Pre
appropriately selected, trained, utilized and institution-
alized, does not need to result in merely 'more of the
same'. It can stimulate a reassessment of all the roles
of the school. It can help to apply the concept of career
development to the total educational enterprise. It cin
contribute to institutional and social changes of some.
uv-.'gnitude." 1

-Bowman, Garde, Klopf, Gordon J., NEW CAREERS AND ROLES IN THE
AMERICAE SCHOOL, A STUDY OF ,AUXILIARY -PERSONNEL IN EDUCATION,
Bank Street College of Education and Office of Economic
Opportunity, N.Y. 1963, p. 222
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roles are also emerging for teachers, counselors and. other

professionals in various settings and these roles necessitate the

introduction of paraprofessionals in the various institutions.

eroliferation of knowledge, emerging technology and increased

population are mandating a stronger concern to provide quality

occupational education and counseling. This is particularly the

case for young people who plan to enter the occupational world

after the termination of their secondary education whether by

graduation or dropping out.

As was pointed out in relation to the Schaefer-Kaufman report,

dassachusetts has special communication problems between the

'general education" and the "vocational education" establishments,

'While Massachusetts pioneered in vocational education and

is developing some excellent vocational and regional voc:
tional schools, it is not meeting the needs of our people,
and it is falling behind several large industrial states
in the proportion of its youth receiving occupational edu-

cation. Unfortunately, there is a serious lack of commu-
nication and cooperation among the 'general education esteL-
lishment' which educates the' few and controls the Federal

and State funds for occupational education: There is a
crisis of confidence, and the situation is not getting

better..."2

2 Gaige, William, -Forward" REPORT OF THE ADVISORY COMMITTEE 011
THE .SCHAEFEa-KAUFMAO RECOMMENDATION 014 VOCATIONAL EDUCATION,

Massachusetts Advisory Council on Education, April, l97C.



-4-

The development of occupational resource centers and paraprofes-

sionals to operate them in both vocational and comprehensive high

schools will assist in fostering better communications between

professional personnel and students in the education establishment.

The increasing emphasis on career education at all levels extends

:he mandate to establish resource centers of occupational and

career information in elementary and junior high schools as well.

The attitudes children develop regarding the world of work :ire

part of a continuing process, not appearing full-blown when the

youngster leaves secondary school, but evolving continuously

throughout his school career.

Youngsters learn about the world of work from outside of school

also. :=1ablic and non-public community agencies offer extensive

opportunities for learning rtbout careers and developing an attitude

about work from such organizations as 4-H, Boys Clubs, Boy And

Girl Scouts, employment agencies, community teen centers, And

housing Activity centers, to name only ri few. These organizntions

have and mny continue to participate fully in this project as

Pfforts are made to provide service to the youngsters wherever

nr however they can best be reached.
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The termination of formal schooling does not signal the termina-

tion of the need to obtain occupational information. The staff

of this program recognizes the lifelong need and desire of people

to learn more about the real world of wnrk and to understand and

make decisions about their own goals in terms of that occupational

worl Occupational choice determines a large number of factors

about rill individual - educational level socio-economic status,

where he will live, clothes he will wear, perhaps whom he will

marry- in essence his whole life style. The paraprofessionals

trained in this program will play an important role in the

dissemination of the information so vital to appropriate

occupational decisions.
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II. TRAINING PROGRAM

The training program for the paraprofessionals is divided into

cwo parts. The mijor portion of the training program was an

intensive three-week (8:00 A.M. to 4:00 P.M.) summer program.

The second part of the training program will consist of two

Saturday workshops during the year, field consultations by project

staff and a one-week training program during the following summer

after a year on the job.

This report will limit itself to a description and nn evaluation

of the three-week summer training program.

Objectives

The ultimate objectives for the training program were as follows:

1. Intensify use of occupational rnd related information
through increased availnbility of materials.

2. Aid counselors, community workers and other professionr
in establishing and operating work study programs or
similar reality testing programs.

3. Develop and maintain materials and activities in
number of innovative occupational resource centers in

the C6mmonwealth of Massachusetts.

4. Aid n11 individuals, especlally thos planning to enter:
directly int() the world-of-work, in meaningful career
development.

5. Aid to career counselors, community workets,and teachers
in gaining more knowledge about the world-of-work.
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The training goal was to provide the paraprofessional with specific

kiuds of skills, developed in the pre-service and strengthened

in the inservice training programs, in order that the paraprofes-

sional may function effectively in consort with other staff members

to aid in the utilization arkmaintenance of occupational resource

materials.

The training objectives were based on nine skill areas and include

the following:

1. Human relations skills: These include developing and

strengthening the abilities to communicate - to listen,

to observe, to ver ally follow, to ask "open questions,

110 to respond to feeding, to speak with the other pcpple

the paraprofessional meets on the job. These skills r. re

deemed to be of great importance for on-the-job success

and satisfaction. Both intra- and inter-personal skills

were stressed. Measurement was done by trainees rand staff

using microteaching and rater observations.

2. Increased awareness of the characteristics of human

behavior: The end in view for the paraprofessional trlin-

ees is thilt they have a broader understanding of themselves

and the people with whom they work. The characteristics

of human behavior, educational and social problems and the

'Ades' ability in adapting to these behaviors are an in-

tegral aspect of the training program. Measurement was



-8 -

oral examination and simulation events developed by the

staff to assess ability to observe. accurately and predict

human behavior.

3.- Clerical skills: These include the abilities to type and

to file, to produce ditto and stencil masters and to use

the appropriate duplicating machines. Measurement occured

through the vehicle of a proficiency checklist found at

Appendix A.

4. Skills in the use of Audio-Visual equipment: The ability

to operate projectors of various types, programmed learninp;

equipment, tape recorders, 3 mm. clip machines,-recorc:

players, etc. and the ability to use this equipment in

preparing local material are included among these skills,

Modern media provide effective vehicles allowing the

individual to seek his own answers, to be his own instric-

tor in the area of inquiry. A paraprofessional trained in

this are can expedite self-instruction with available

resources and thereby allow the professional staff time

for counseling, teachihg, and preparation of materials

such centers.

5. Demonstrate ability to order, maintain, display, and diF-

seminate. information and resource materials: These slO__

include the ability to explain to the clientele the rrt-

chnnics of the resource center, and help in the prop=t1c..c.

l.1
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of original material. Simulatton techniques were used,

w rking with secondary school students. Measurement was

by deL_nstration in the model occupational resource center.

6. Demonstrate use of resources: These skills included the

ability to aid the client or other staff members in ob-

twining appropriate materials ina minim= amount of 'time;

the ability to write newsletters announcing new materials

and information. Measurement was done-by actual student

subjects who came to the model occupational resource cen-

ter for help during the last week of the training program.

7. Basic introduction to organizational procedures, policies

and other forces of the institution affecting the para-

professional: .
Those aspects of law and ethics which are

relevant to the paraprofessional's functioning within an

institutional setting and working with professionals were

included. Measurement was done by questions from the

staff. Workstudy program organization, Labor laws and

regulations, union procedures and regulations and special

state and federal projects were reviewed.

3. Development of educational and occupational terminology

appropriate to the needs of each trainee: This area was

concerned with testing terminology as well as with other

terms which are particular to an occupational resource cen-

ter. A glossary would include such terms as Dictionary of

12
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Occupational Titles, percentile, program, film clip,

aptitude, intelligence, interest, simulation, cataloging,

etc. Measurement was by interaction with students using

video recordings.

9. Knowledge of'current issues in the world-of-work, educata)o.,

rehabilitation and community service: The trainee who may

not have had recent experience or contact with schools and

other community agenciea and the variety of concepts that
p

are being debate - Should become aware of what some of them

are and how the to issues and their resolutions relate to

his functions in the institutional setting. Such issues

include minority group relations, adolescent dress and

conduct, drugs, alcohol and truancy. Measurement was by

the ability of the trainee to discuss such topics with

fellow trainees and strangers.

Proficiency Checklist

Three levels of performance for the paraprofessional were conep-

tualized in the operation of an occupational resource center. Fo:

each level, a series of specific tasks was identified after obse:_

ving a paraprofessional work in an occupational resource center

and after interviewing employers. From this list of specific

tasks, a proficiency checklist was developed which provided the

basis for the training program and job d ription on three levels.

While each trainee brought different bacground and-skills, thL

13
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1972 summer training;-program sought to reach Level I and II pro-

ficiencies. The one -week, training program during the summer of

1973 will seek the attainment of Level III competencies. Because

of increased competencies with each level, employers are urge to

adopt a salary scale which is commensurate with the increased

competencies at each higher level.

e checklist will be used to provide trainee feedback, to com-

municate to the support person's employer the competencies of the

trainee and to form a basis for inservice training. The Ptoficien-

cy Checklist includes training objectives for the specific opera-

tion of an Gccupatir- 1 Resource Center. A copy of the Proficiency

Checklist is four' Appendix A. The four factors of people, data,

training and autonomy were used to conceptualize and delineate

the three levels of tasks for the operation of on Occupational

Resource Center. This framework is shown 8t Table I.

Training Pro ram Schedule

The three week training program was divided into three basic

r!nmponents; each week's instructiFn was concentrated on a different

area, although activities were varied throughout the program. Ii

(;enera1, the emphasis was as follows:

First week - Human relations skills

Second week - Occupational Resource Center knowledge ant

skills.

1. 1
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Third week - Individualized: Programs adapted by trainee

and supervisor to fit local settings.

Self evaluation was d:ressed, and feedback was provided by the

staff and the youngsters who participated in the practice part of

the training.

Human relations training consisted of specific communications

skills and the building of a Supportive Resource Team among the

trainees and staff members, The human relations skills of attend-

ing, reflecting feeling, and communicating attitude were taught.

See Appendices B,C, and D for further information of these three

human relation skills.

Activities and methods of instrudtion were varied throW;hout the

1-y to avoid concentration of a particular mode on a given day.

Frequent alternations between lecture, demonstration, discussion

and practice maintained excitement and interest during the train=

ing day. Clerical and audio-visual laboratories were open'early

and rem!.ined open after 4- PM to accomodate those trainees who de7

sired special help in those two areas. Attention was given b

staff members to individual training problems and personell

questions as well. The training schedule found at Table-II, il-
.

lustrates the major topics included and the scope and sequence,_

of the activities.
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Project' Staff

The training staff included individuals with a wide variety of

backgrounds and'skills. One paraprofessional who had operated an

occupational resource center and had established an experimental

vocational information course with an English teacher during the

planning year 1971-1972 was utilized as a model for the trainees

as they developed their own programs and plans for operations.

The core administrative and instructional ff included:

Arthur L. Leland - Director Counselor
Amherst Regional Junior H.S.

Ronald H. Fredrickson, Ph.D. Associate Professor
Huntrn Relations Center
School of Education
University of Massachusetts

Billie Marie Howes Director of Resource Centers
Amherst-Pelham Schools

Marilyn G. Singer Couselor
Wildwood Elementary School

Leo Vigneault. Counselor
Amherst Regional High. School

Charles Stevens - Assistant to the Director

Jeanne L. Harlow - Secretary

Full-time instructional staff members during the training program

were:

Mary Bleckwehl - Operation of the CRC: Guidance Aide
Amherst Regional H.J.

Judith Brick - AudioLVisual: Library Aide
Wildwood School

G0
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David R. Harlow - Clerical: Chairman
Business Education Dept.,
Amherst Regional Schools

A number of consultants were brought into the training program

for specific presentations. These included:

Human Relations Donald Tepper, Ed. D.
Counseling Center
WhitMore Adminstration Bldg.
University of Massachusetts

Betty Golding
Teacher, Readiness Class
Wildwood School

Graphic Arts Michael Priete
Chairman, Art Department
Amherst-Pelham Reg. Schools

Library Science Martha Benedict
Librarian
Amherst Regional Junior H.S.

Community Agencies.... Merle Howes,-Ph. D.
RS-soc iate' Director
Co4erative Extension Servic

lq
University of Massachusetts

Work Study Programs George-Dyer
Couselor
Greenfield Junior High School
Greenfield, Mass.

Career Education Marius Kacoyannclkis
Vocational Couselor
Minnechaug Regional H.S.
Wilbraham, Mass.

Confidentiality, Ethics and
the Law Eleanor Fillmore

Director of Guidance
Amherst ReEional High School

21
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Minority History Donald Coverdale
Counselor
Amherst Regional Junior H.S

Manuel Ramos
Elementary Counselor
Milford Public Schools
Milford, Conn.

Division of Employment
Security., Barbara Ditchett

Director, WIN Program
N(Thrthatupton, Mass.

Organizational Change Loren Moore
Commander, USN
(Formerly) Director
Human Resource Center
Newport, Rhode Island

Interactive Learning Systems.. Robert Valentine
Interactive Learning Systems
Hanover, New Hampshire

Speaker, Final Exercises Mary Warner
Vice-Chairman
Governor's Council on Education
Sunderland, Mass.

Title III Supervisor Ellen Butterfield
Bureau of Curriculum Innovation
Department of Education
Boston, Mass.

Evaluation David Zimpfer, PH.D.
Associate Professor of Educ.
University of Rochester
Rochester, New York
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Locations for Centers

Settings for the Occupational Resource Centers (ORC) and parapro-

fessionals to staff them were sought in schools and community

agencies. Career development, besides being a life long process,

is influenced by factors and persons throughout the community.

The project staff sought to establish Occupational Resource Centers

where there was critical need for such services, where the young

people were, whether in schools or housing projects, 4-H Clubs in

extension centers, on in mobile units placed in shopping centers.

Situations where the ORC might promote the diss3mination of this

innovation was also considerd an important criterion. Locations

where children as well as youth and adults would be served were

solicited. There are few or no occupational resource centers for

elementary age youngsters in the United States. Because of this

and the importance of occupational awareness by elementary age

children, four elementary settings were sought and established for

the 1972-1973 school year.

During the planning year, five separate workshps were held in the

Regional Offices of the Massachusetts Department of Education to

identify and rank needs as perceived by schools and community

--.;encies. These workshops were held on the dates shown:

Springfield October 6, 1971

Pittsfield October 13, 1971

Worcester October 20, 1(371

No. And ver October 27, 1971

East Wareham November 3, 1971

3
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Project staff members also met on site with Massachusetts

correctional officials, county jail supervisors, extension service

personnel and community service people.

Trainee Eligibility

Local conditions were of prime importance in the selection of

support personnel by the local agency. The judgement of the

qualifications of an applicant for this training program depended

upon the recommendation of the employers.

Neither national origin, ale, race nor sex was a barrier in the

selection of trainees. The general criteria met by the potential

2araprofessional aides included interest in people and a tempera-

ment suited to working comfortably in the agency.

Other guidelines for selection include the following:

1. Recipients of this training -11-A to agree to undertake subse-

quent employment as an aide (full or part-time) and to show a

commitment from an employer.

2. Recipients of the summer training had to agree to complete the

inservice training sessions during the school year and to train

for Levels II. and III in subsequent summer sessions.

3. An agency; sending an aide for training had to agree to estab-

lish or augment an Occupational Resource Center and to select

and employ a paraprofessional to man the center. The agency

also had to commit $500-$1000 towards the purchase of occupa-

tional resource center materials. This amount was matched

by project funds.
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Trainee Stipend

Aide trainees were paid a stipend of $75 per week during the summer

training period to cover lodging, baby sitting, travel, and food

expenses.

List of Trainees

Trainees and their supervisors included in the training program

were as follows:

Trainee

-s. Myrtle Adams
5d5 Massachusetts Ave.
Boston, Mass. 02113

. Donna ColSon
.95.Clifton St.
Malden, Mass. 02143

Mrs. Linda Giacomuzzi
46 West Walnut St.
Milford, Mass. 01757

Mrs. Ethel Haley
13 Jackson Parkway
Holyoke, Mass. 01040

Mrs. Dorothy Hammarstrom
Teawaddle ad.
Amherst, Mass. 01002

Mrs. Margaret M. Hartery
12 C4ry Ave.
Lexington, Mass. 02173

73--_ry Herzig
//' Graves St.
So. Deerfield, Mess. 01373

Supervisor

Mary Anne Kimbell
United South End Settlement
640 Harrison Ave.
Boston, Mass. 02118

Vivian Jones
4-H Nutrition Education Program
General Delivery
Union Square POst Office
Somerville, Mass.

Paul Scagnelli
Milford Public Schools
Milford, Mass. 01757

Robert Evans
Holyoke Community College
Holyoke, Mass. 01040

Martha O'Neil
Amherst-Pelham Reg. High School
Amherst, Mass. 01002

Oscar Krichmar
Lexington High School
Lexington, Mass. 02173

Sheriff Chester Martin
Franklin County Jail
Greenfield, Mass. 01301

5



Mrs. Shirley Hudson
60 Dexter St.
Springfield, Mass. 01105

Mrs. Elizabeth Kelly
134 Tracy Circle
Amherst, Mass. 01002

Richard Konopka
16 Richmond Lan,
Adams, Mass. 01220

Nrs. Priscilla Kresser
1017 Beachview Rd.
LunenburY, Mass.- 01462

Mrs. Helen Lee
436 pine St.
Amherst, Mass. 01002

Mrs. Agnes Lewin
18 Clairmont
Lynn, Mass. 01904

Mrs. Jocelyn Nichols
Brookside Rd.
Gr. Barrington, Mass. 01230

Mrs. Anna I. Parsons
158 Essex Ave.
Gloucester, Mass. 01930

Mrs. Maryanna C. Plourde
31 Colonial Ct.
Amherst, Mass. 01002.

Mrs. Carol Shrrpton
63 Lincoln St.
E(Aford; Mass. 02155

Mrs. Judith Syron
Kinne Brook Ld.
Worthington, Mass. 01098

-23-

Bruce Olgilvie
Hampden Co. Improvement League
Springfield, Mass. 01109

John Dalton
Easc Street School
Amherst, Mass. 01002

Donald Sommer
Adams-Cheshire Regional School§
Adams, Mass. 01220

Robert VanVliet
No. Middlesex Reg. High School
Townsend, Mass, 01469

Martha Benedict
Amherst - Pelham Reg. Jr. H.S.
Amherst, Mass. 01002

Polly Kelly
Essex Agricultural and Tech. Inst.
562 maple St.
Hathorn, Mass. 01937

Catherine Mielke
Searles Middle School
Gr. Barrington, Mass. 01230

Charles Pompkin
Gloucester Public Schools
Gloucester, Mass. 01930

Sue Woodfork
Mark's Meadow School
Amherst, Mass. 01002

Alfred Pompeo
Medford Public Schools
Medford, Mass. 02155

Margaret Stone
Gateway aegional H.S.
Huntington, Mass. 01050

26



Sister Loretto Thomas
260 Surry Rd.
Springfield, Mess. 01118

Brendan Donahoe
105 Ford. St.
BrocktonL_Mass. 02401

Miss Ginger Turner
852. Colrain Rd.
Greenfield, Mass. 01301

Mrs. Betty Verity
21 Purchase St.
So. Easton, Mass. 02356
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Maurice Fitzgerald
Cathedral High School
Springfield, Mass. 01100

Patricia Granahan
4-H Nutrition Education Program
389 Mein St.
Brockton, Mass. 02401

Ethel Case
Greenfield Community Coll_ge
Grrenfield, Mass. 01301

Jean Veenpere
Easton Public Schools
Easton, Mass. 02334



III. EVALUATION

Introduction

The three week training program was evaluated daily and at the end

by the trainees. A copy of the daily evaluation scale is found

at Appendix E; the text of the Trainees Final Evaluation Form with

date regarding responses is included.

Igo names were asked for on the evaluation forms and the trainees

were encouraged to respond freely and critically. Frequent per-

sonal contact among the trainees and staff members verified the

written responses on the evalaution forms.

Trainees Daily Evaluations

At the end of each training day, the instructional and administra-

tive staff met awl reviewed daily evaluation reports. Changes

were made in the training program to meet the requests and sug-

gestions made by the trainees. This kept the training program

current, and the staff was able to respond immediately to individ-

ual needs whether it be for additional material on public welfare

programs, a baby sitter for a child or a report on a particular

topic.

Three basic questions were asked on the Daily Trainee EValuation

Form.

1. What aspects of the program'were most valuable to you

today?
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2. Una': parts of the program were least helpful toyou today?

3. How would you rate today?

A corlpilation of trainee responses showed the relative value

placed on the various training activities for each training week.

First Week Daily Evaluation in Rank Order

Most Helpful

1. Supportive Resource. Team
2 Human Relations Training

Model Occupational Resource Center
Audio-Visual class
Clerical

4010*
Second Week Daily Evaluation in Rank Order

Least Helpful

1. Clerical
2. Audio-Visual

Most Helpful Least Helpful

1. Graphics 1. Division of Employmenit
Security

2. Work in model ORC 2. Graphics
3. Group Dynamics
4. Micro-teachings with students
5. Vocational experience class
6. Audio-Visual
7. Speech
8. Confidentiality, Etbics and the Law
9. Filing Systems

Third Week Dalrlv Evaluations in Rank Order

Most Helpful

1. Interviews with Supervisors 1.

and staff members
2, Working with youngsters in ORC 2.

3. Minority Groups
Work in the ORC

3. Interactive Learning Systems
demonstration

29

Least Helpful

Interactive Learning
Systems
Minority Groups
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Third Week Daily Evaluations (continued)

Most Helpful Least Helpful

6. Discussion with staff
7. Test and inventory interpretation

The trainees were also asked to fate each day on a five point scale.

Mean Responses of the Trainees to the Question,

Ratings "How would you rate today?"

_I 2 3^4 5 ; 6 7A 9 10 11 12 13 14 15

Really 5

Great

Interesting
4

Satisfactory
3

j

Dull

Terrible

2

1

First Week Second Week ' Third Week

DAYS

The mean daily rating for the fourteen days evaluated on this

form was 4.18 on a scmlc of 5.00 or 83.67

30
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. indication of the harrow dispersion of the ratings is reflected

in that with the possibility of 330 individual daily ratings, there

was a total of 131 (39.6%) really great, 135 (40.9%) interesting,

58 (17.5%) satisfactory, 5 (1.5%) dull, and 1 (.3%) terrible.

It is interesting to note that only one day was rated as "Terrible'

as compared to 131 ratings of "Really great" out of a total of

330 individual ratings.

Trainees Final Evaluations

A compilation of the trainee reaction to each question on'the

Trainees Final Evaluation Form is found at Table III. (pp.. 39-33)

External Evaluation

D-f.. David Zimpfer, Associate Professor of Education at the Univer-

-.ity of Rochester, Rochester, N.Y., reviewed the training proposal

..-I evaluated the actual training taking place. Dr. Zimpfer

interviewed trainees and instructional and administrative personnel,

observed classes and demonstrations during the training session

summer 1972. His report is included in this evaluation report as

Appendix G.

Evaluation Efforts in Process

The reactions of users of the Occupational Resource Centers will 133

sampled by a snecial evaluation card which will be completed by

them and mailed directly to the state project office in Amherst.

31
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A copy of this postal card Evaluation Form is illustrated in

Appendix F. Information will be sought as to frequency in using

the center, desire to return to the center, how the ORC was help-

ful, and how the user first learned about the center.

?roject staff members will visit each trainee and supervisor at

'east twice during the year to observe and video-tape the operatics

the ORC: Each trainee has his own video-tape upon which his

performance in interviewing, group leadership and human relations

has been recorded. Sessioris televised in the ORC will be on the

same tape so the trainee can easily observe changes over the full

year period. Video taping has proved a very effective means of

fostering an ongoing process of self-evaluation.

32
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This tale indicates the percentage of trainees responding to

each item on the Trainees Final Evaluation Form. Trainee responses

have been grouped regarding the '_setting in which the trainee will

be employed --schools or non-school setting. (Percentages will

not necessarily total 100% because of rounding figures).

How well did the program meet your needs?

a. Very well
b. Fairly well
c. Adequately
d. flot very well
e. Very poorly

To what extent did you 'learn anything
you expect to use on your job?

Very much
b. A great deal
c. Slightly
d. Very litt:le
e . 00t ;i1.t" all

3. How did yoll. lil_:e.the teaching methods

used?

School Norf-School

46.6
20.0
26.6
6.6

33.3
53.3
13.3.

Very much 29.4

b. A great deal 70.5

c. Slightly 17.5

d. Very little 11.7

e . Not at all

6. :low easy was it for you to understand
what the staff members were explaining?

e . Very easy
b. :Fairly easy
c. flo problems
d. Fairly difficult
e . Very difficult

L III

33

54.6
20.0
13.3

33.3
50.0
16.6

14.2
42.3

.25.
5C.0
25.0

57.1
23.5

14.2
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Trainees Final Evaluation Form
Percentages of Trainee Responses by Item

How easy was it for you to understand
what the visiting speakers were
explaining?

a. Very easy
b. Fairly-easy
c. No problems
d. Fairly difficult
P. Very difficult

6. To what degree have you felt excited or
enthusiastic about the program?

a. Very much
b. A great deal
c. Slightry
d. Vey little
e. iTot at all

7. dhat is your overall evaluation of the

pi-ogram9

a. Su-pelior.

b. Very gooa
Adequate

d. Fairly poo
P . Vely poor

dhat iS your overall evaluation of

the facilities?

a. C,Iperior

b. Very good
c. Adequate
d. Fairly poor
e. Vety poor

TABLE III

31

School

40.3
53.3
20.3

43.7
37.5
12.5
6.2

26.5
60n
13.3

36.6
13.3

Non-School

42.3
42.3
14.2.

23.5
57.1
14.2

33.3

71.4
14.2

14.2
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Trainees Final Evaluation Form
Percentages of Trainee Responses by Item

What is your overall evaluation of the
visiting speakers?

a. Superior
b. Very good-
c. Adequate
d. Fairly poor
e. Very poor

10. What is your overall evaluation of the

staff members?

a. Superior
b. Very good
c. Adequate
d. Fairly poor
e. Very poor

School Non-School

17.6
58.8 71.4
23.5 23.5

75.0 42.3
12.7 57.1
5.2

(The Trainees Final Evaluation Form included the following

open-ended questions. Because many of the trainee group re-
sponded with more than one comment, these numbers represent the

total number of responses ty the total group. Preliminary exam-

ination of the responses did not reveal significant differences

between the school and non-school trainees. - Thecwo groups
were combined in this part of the report. N=22)

11'. What aspects of the program were most valuable to you?

Human Relations 18

Audio-Visual - 11

Occu-)ational Resource Center - 9

Some Individual Speakers - 8

Graphics - 4

Clerical - 4

"All" - 3

Testing Information - 3

Working with Students - 2

Library - 1

TABLE III 3'J
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Trainees Final Evaluation Form
?ercentages of Trainee Responses by Item

12. What parts of the program were least helpful to you?

Some Individual Speakers - 16

. Graphics - 3

Too much emphasis on Schools - 3

Clerical - 3

:'None" - 2

13. What problems, if any, did you have in'attending the train-

ing program?

None - 12

Transportation, Sitters 3

Housing 2

Lack Background Information 2

14. How would you change the program to make it more beneficial

to persons such as yourself?

More Individualization - 10

More Human Relations - 6

Separate School and Non-School Groups - 5

More time (in program, in CRC) - 4

idone 4°.
- 2

15. In what general ways has the program changed you as a person?

Intro - and Interpersonal Skills and Attitudes - 23

Gained information and materials - 5

c,). What additional information, materials and/or experiences

would you like as part of In-Service training?

more Human Relations - 6

More CRC - 4

Mbre work with students - 2

Will answer later - 2

Additional Comments?

Psychological climate of workshops (positive) - 15

Association with staff and trainee groups - 14

Third week - more individualization - 2

TABLE III 316'
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IV. SUMMARY AND IMPLICATIONS

This report has described an innovative statewide training program

for paraprofessionals who will operate 22 Occupational Resource

Centers located in Massachusetts schools, correctional institutions,

extension centers, and community centers. The training program

covered a three week period (8 a.m. to 4 p.m.) July 10 through

July 28. The training was conducted at the Amherst Regional Junior

High School in Amherst, Massachusetts. The project is supported

by E.S.E.A. Title III funds awarded by the Massachusetts Department

of Education. Matching 'funds are provided through the project

budget to establish Occupational Resourde Centers in a variety of

educational settings. In order to participate, cooperating

schools and agencies gave assurances of providing between $500"

and $1,000 in cash for materials and/or equipment to establish

or improve an Occupational Resource Center. They also agreed to

employ a person as an Occupational Resource Center paraprofessional.

The paraprofessionals' completion of the training program was

necessary in order to receive matching funds.

Data collected from trainees, staff memburs, Massachusetts Depart-

ment of Education Title III Supervisor, and an external evaluator

on the_ attainments of the training program's objectives during the

three-week ummer training period were evaluated. The major

37
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conclusions from this initial evaluation effort appear as follows:

1. Increased opportunity for trainees to work directly with

young people and materials would be valuable.

2. Human relations training was an essential part of the

training program. More time provided for the Supportive

Resource Team training would have been valuable and pro-

ductive for the trainees.

3. The training schedule was effective because instructional

methods were varied frequently.

4. Awareness of the minority group perspective was an impor-

tant part of the training program.

5. It is not necessary to separate school and non-school

trainees in order to provide a relevant training program.

However, care needs to be exercised to providG theory,

proceduares, and examples which are common to both types

of settings.

6. Consultants need to be selected carefully to provide a

variety of instructional methods.

7. The opportunity to test-out of the Proficiency Checklist

individually was effective.

8. Motivation and enthusiasm were exceptionally high

throughout-the training program.

3u
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9. Young people repre5Patative of minotity groups-sbould be

included for the trainees to work with in the practicum

plrt of the training program.

10. Involvement with supervisors is critical as the training

program is individualized especially during the third

week.

39
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Paraprofessionals in Occupational Resource Centers
St:ltewide E.S.E.A. Title III Project
Amherst-Pelham Regional High School

Amherst, Massachusetts 01002

PROFICIENCY CHECKLIST

Entry Date

,;>rical Skills

parapofessional is able to:

Level I

. Type 30 words per minute
2. Cut and run stencil master
3.. Cut and run ditto master

'Operate calculating machine
5. Gpey.:ate stopwatch and timer

Set up nd maintain files
7. RecoTd index information from

catalogs
r. Demonstrate standard telephone procedures

Level IC

Originate letter requesting information,
letters of inquiry for audio-visual
catalogs and materials

2. L1 ke surveys of student-summer ctivities.

Lee16-1 III

Execute wepared follow-up of former
cliencs
Telephone jol-, sites, industries, for the
ppscPcility of field trips

41
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Paraprofessionals in Occupational Resource Centers,

E.S.E.A. Title III Project
Amherst - Pelham Regional Schools

.Amherst, Massachusetts

INTERPERSONAL SKILLS AWA&ENESS WORKSHOP

Training Skill Study)No. 1

Training in Attendinr, Behavior:. Trainee Instructions

The training you are to receive is designed to make you more

attentive to the student with whom you are talking. Note: (the

student" can be any other person with whom you are talking---

i.e. spouse, friend, son or daughter, etc.) This attentiveness on

your part will help you to learn about the student, and will also

communicate your attitude of interest to the student. Your

attentiveness is a powerful tool; it can contribute to the self-

respect, and sense of security that the student talking with you

Ilas, and it can also serve as a powerful reinforcer and facilitator

of communication. Your practicing of this skill will help you in

developing good relationships with students, and more generally,

",, contribute beneficially to any relationship in which you take

-rt.

There are three key ideas to keep in mind as you are learning

co Fall of attending behavior. The first of these, although it

y sound strange, is to relax physically. You will find that if

are seated in a comfortable, related position, you will be loon_

ble to listen to the person with whom you are talking than if yryJ

-'re overly stiff or tense. Also, if you are relaxed physically,

your posture and movements will be natural, and you will have a

sense of 'being yourself" as you talk. This feeling of com:ortrble-

ness will help you in being free to attend, and will communicate

to the other Pcrson your readiness to do so.

Secondly, use eye contact to help you to focus upon the other

person and to communicate to the other person that you are listen-

in,-. You need not gaze fixedly, or with undue intensity; varied

use of eye contact will be most effective...that is, at times you

will want to look at the person as you talk, at times you may

glance down as you think about something the other person is sayin,

and then return your gaze, etc..

Thirdly, set for yourself the task of "following" whP.t the

other person is saying. Fit your comments or questions into the

f-APre-t-fuix FL).
4C3
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context being provided. Stay with the topic that is introduced by

the other person, and help him to develop it, rather than "topic

jumping'' from subject to subject. As you take cues from the oerson

with whom you are talking, and pursue topics, both the content of

what you are saying and your voice quality can communicate to that
persion that you are "with him" as the two of you talk.

In summary, your goal is to listen attentively, and to communicte
this attentiveness through a relaxed posture, use of eye contact,
and verbal responses which indicate to the other person that you

understand what he is communicating. Specific behaviors which you

mny want to utilize are:

1. relax physically; feel the presence of the chair you are

sitting in.

2. Let your-posture:be comfortable .and your movements natural;

for example, if you usually move and gesture a good deal,

feel free to do so at this time also.

3. Use eye contact, by looking at the person with whom you

are talking. Vary your gaze rather than staring fixedly.

4. "Follow' what the other person is saying, by taking your
cues from him. Stay with the topic that is introduced,
rather than jumping from subject to subject.

5. Let your responses indicate to the other person that you

are "with him" as he talks. Try to 'get inside his shoes"
and let him know that you understand what he is experienc-
itng and feeling.

4



Paraprofessionals in Occupational Resource Centers
E.S.E.A. Title III Project

Amherst-Pelham Regional High School
Amherst, Massachusetts

INTERPERSONAL SKILLS AWARENESS PROGRAM

Training Maunaul #2: Expression of Feeling

How can you get the most out of communicating with another

person? There are probably several things that contribute to a

satisfactory experience when interacting with another person.
Your interactions are dependent upon a process of communication.
That is, the better you and the other person can talk with each

other, and share feelings with one another, the better the chances

that your interactions will be rewarding and fruitful.

e thing that has been found to be very beneficial to the

commu ication process is the expression of feeling. Accurate

expre sion of one's feelings often facilitates communication with

anoth r person.

The expression of feeling is appropriate at any time. This

also/applies to the kind of feelings that might be expressed, i.e.

positive, negative, ambivalent, etc.

The training you will receive today will focus on helping you

to accurately express your feelings with another person. There

are two major aspects that we would like to help you learn. First

is the difference between expressing content (what you are saying

to the other person) and the expression of Feelings (the emotional.t
reactions you experience about what you are saying). The second

aspect is designed to teach you to pay attention to the way you

feel. Although you experience feelings about whatever you talk

about with another person, you may have to really pay attention

to the feelings you are experiencing at the moment.

Although the expression of how you feel is a very important

part of interpersonal interactions, it is often very easy to

overlook. Often an individual is so involved in telling the other

person the content of what concerns him, he ignores the underlying
feelings, or perhaps is not aware'of them. To illustrate this,

look at the two examples of an individual's statements to another

presented below:

r4 Q 4s



7.ample 1a "--11=.nk I could do a better job if I only had enough
material and supplies. No one ever explains any-

I don't really care if everyone thinks
I'm nt,t doing the job. It doesn't affect me."

Example 2a: "I'm rer_11 worried about trying to do a good job. I

-701,1d someone to show me around until I can get
vsed thP routine. I hope everyone likes me and

kith my work. I feel lost and no one

seem.; to realize it."

Note the _:.jor difference between the individual's comment in
the first and re:oncl c7(amples, In the first example the individual
is communicatin coTlt.ca of his concern, but only partially
expresses his -Ec'=.1.i7gs about: the problem. In the second example
the individual not unly conveys the content of what concenrs him,
but hE has acti_vely rf.2=ibed the underlying feelings that go along
with that concern 7he secord statement which expresses the
essence of his feelinr;s of doubt about his new job, concerns about
being liked, and his loneliness is the type of communication which
make it easier for one individual to understand another during
interpersonal in4aractions.

.
An important point to remember is that what you say to an

individual is only part of the message being communicated. How
you way it and how you communicate the feelings that go along
:ith what you are saying is extremely important. See if you can

out the main differences between examples lb and 2b.

Example lb: "Ever since I came to work at this job I just
haven't been able to make many friends. I had
lots of friends at my last job, but it just seems
like people here aren't very friendly."

Example 2b: "Since I've been at this job I just haven't been
able to niake friends. I used to have lots of
friends at my last job. I don't Know what is
wrong, but I am very lonely' here. I really
feel out of things and all alone."

You have probably been able to identify the main difference
between examples lb and 2b. In example lb, the individual states
the facts about what is bothering him, but only implies the feel-
ings he has beccuse of these facts, In example 2b, the imlivdual
has been able to look into himself and discover that the main
difference he has, and can express, is the feeling of loneliness
and being left out rif things,

49



-3-

Examples lb and 2b illustrate two things. First, our prey',
idea of communicating the feelings that go along with a topic

as well as the topic itself; t e individual in example 2b was
able to express his feelings as well as communicate the situation
in which they occur. A second i portant feature to remember is
that feelings are very much a par, of the person;. It becomes
important for you to actively pay ttention to the way you cre

feeling. Often you may have a vague idea that you feel a certain
way about what you are axpressing, b t can't quite put your finger

on what it is. At points such as thi it can be helpful to stop,
reflect a moment on yourself-pay atten on to yourself and try to
experience and label what you are feeli . Once you are able to
do this, you can trasnlate your feelings 'tin words and actively
express these feelings to another person.

In summary, here are the important poits to remember and
things you may want to practice:

1. qemember that merely talking about a topic does not always
_describe the way you feel about it or the feelings you are
experiencing. The message you communicate to ar.other person
includes not only wlyat you are saying, but also aow you _eel
about what you are saying.

2. Pay attention to the way you feel as well as what you are
saying. You may have to stop occasionally and reflect upon
yourself and what you are experiencing. This can be very
helpful in helping you dentify your feelings and then trans-
lating them into verbal statements.

3. Concentrate on what the other person says.

50



ParaproferLionalc, ,ccupntional Resource Centers
Tis_ III Project

i'.eional High School
:Try erg -lassaehusetts

IflT tJikaFmEss PROGRAM

Training Skill #3

Responding to Feeling: Trainee _Instructions

How can you help anothe-: person to, express the central.

concerns that he is expe17!.eneing? One excellent way is to listen

for, and respond to the the person. By communicating

"I can accurately sense the 22 you are feeling and perceiv-

ing it," you can far:intr-o the person's movement toward more
complete self-awarere(,:q an% sf---Inderstanding.

Being alert tc, and :re:rmndios to the feeling being expressed,

rather than attendi7.,g , :.he content of what the person

says is the skill with 1,1--;.:-..we ere presently concerned. What

the person is saying is t1-., p-irtion of the message being

communicated. en-3 '"---n how_ the person says what

he does. For example, the 13-_7-op. may speak more quickly when

communicating enthusia'rrl slowly when communicating dis-

couragement, etc.. is thi- f7ling_ portion of the communication

to which you are pay Ilar'icui2r attention.

Being alert tc, ancl to the feeling being expressed

is a skill which is app-:oplAa:e a: 111.y time, regardless of the

nature of the feei:?_ris (?(Dr-v? r,.2gtive, or ambivalent) and

regardless of the direction of e-cpression (toward self, others,

the counselor ane counfLiir.; cjtu-Ition, etc.).

In the examples below, you will have an opportunity to
select the alternative , :'rich indicates that you understand the

person's feelings. the niturt-ion as it appears to the person- -

the alternative which, if spoken to the person, would be most

likely to evoke a responqe 'That's right!"

Example 1

"So I'm wondering ! you can help me to find a new job.

(PAUSE) I suppose if I did find one, I'd just bungle things again.

R p I x
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1. Are you sure it is necessary to leave the job you are now in?

2. You feel that it's pretty futile to try again.

3. What jobs have you been considering?
4. Come on You'll find something you can do.

In the first example, responses one and three seek additional

information from the person, without giving adequate recognition

to the person's feelings. Response two accurately feflects the
feeling being expressed.

Example 2

"What do you think I ought to do- -jump off a bridge, or look

for another college to flunk out of?"

1. There just doesn't seem to be any way nut.
2. Have you applied to other schools?
3. Have you thought about trying a junior college where there

would be less competition?
4. You're worried that you will fail again and don't want to risk

another failure.

In this example, response one accurately reflects the person's

feeling, wheras responses two and three provide suggestions as to

what the person might do without giving adequate recognition to

the feeling of discouragement which the person is experiencing.

Example 3

"You know, it's a funny thing, but when I talk with someone,

I just feel shaky all over: It's the silliest thing: Why should

I do that?"

1. Are you an anxious person in many situations?

2. How shaky do you become?
3. This reaction puzzles and concerns you
4. You'd like to understand why you are nervous with other people

and how you can overcome it.

Here responses one and two seek additional information, where-

as in responses three, the gist of the person's expression is

caught, and rephrased in fresh words.
52
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Behaviors'you may want to try;

1. Listening to Feeling
Remember that whet. the person is saying is only part of the

message being communicated to you. How he says what he says is

extremely important. A change in breathing or in the speed of
talk, a sigh, a blush, a stammer, an extra emphasis upon a
particular word--any of these can be important clues as to the
feelings of the person.

2. Timing Your Comments
Do not try to respond to every comment by the person. You

may simply want to smile, nod, say 1%cammHmmm," etc. until there
is an occasional opportunity to reflect the feelings of the

person.

34 Reflecting Feeling
As you listen for) and find, instances of person's expression

of feeling, reflect this feeling by restating what the person is

experiencing in your own word If the person should say, "I
wish I could talk to my dad about things like this, but I never

seem to get up the nerVel" you might respond, "You are a little
bit afraid of your dad."

Your goal is to understand what the person is experiencing,
and to communicate to the person that "I am with you--I can
accurately sense the world as you are feeling and perceiving it.



Paraprofessionals in Occupational Resource Centers
E.S.E.A. Title III Training Program

Amherst-Pelham Regional School
Amherst, Massachusetts 01002

Date:

DAILY TRAINEE EVALUATION FORM

1. Location of Position:

(01) Community Agency
(02) Correctional Institute . OOOOOOO OOOOO 0 .... .

c03) School or College .............. OOOOOOOO OOOOOOOOOOOOO
04) Other

2. What aspects of the program were most valuable to you today?

3. What parts of the program were least helpful to you today?

4. How wcrzld you rate today?

5 4 A 2 1

Really great Interesting Satisfactory Dull Terrible

5. Comments:

APPENDIX E

Sample Daily Trairie'EValuation Form



ParaprofeSsionsals in C amational Resource Centers
E.S.E.A. Title I.tl Training Program

Amherst-Palham Regional School
Amherst, Massachusetts 01002

Please share with us your reactions to this Occupational
Resource Center. This information will help us to make the
Center more effective.

Name Sex: M F Age Date

(Optional)
1. How did you le=n about the Occupational Resource Center?

2. Have you visited this resource center before?

No Yes How many times?

7 Were you able to find what you wanted?

Absolutely Somewhat Only a little No
--7-

4. How much time did you,spenr2 in the Occupational Resource

Center?

0-10 Min. 10-30 Min. 30-60 Min. 60 Min. +
-

5. Would you use the resource center again? Yes No

6. What was the most interestinC part of your visit?

Comments;

APPENDIX F Sample Postal Card Evaluation Form



OUTSIDE EVALUATION

OF

TRAINING PROGRAM FOR SUPPORT PERSONNEL

AMHERST-PELHAM REGIONAL HIGH SCHOOL

AMHERST, MASSACHUSETTS

Prepared By

David G. Zimpfer

Associate Professor of Education

University of Rochester

August 31, 1972

(NOTE: This is a condensed version of Dr, Zimpfer's extensive report. Care has

been taken in the editing of his evaluation to reflect accurately his basic com-
ments and suggestions.)

APPENDIX G
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7.1.)pOsal for an operational grant for "Paraprofessionals in Occupational Resource

f. :.-tors" prepared for implementation through Amherst-Pelham Regional High School

:922-73 specifies a number of methods of evaluation of its several program

le. (p.54-56), Some of the evaluations are performed internally, i.e. by staff

or participating trainees; othJrs are external, i.e. by persons not directly in-

01-,-cd in the program. Assessments by clients and students receiving the help of
'ir::n72cfessionals, for example, and the appraisals of employees, are to be sought.

::Le7ent report is also external, and reflects the program staff's desire to

Urlher objectify its judgments about the validity of the program. It has been pre-

hy one who is familiar with the subject of paraprofessionals, their training

,_nu use, but who at the same time is not biased by emotional investment in the

conc and success of the program.

he ut propcsal outlines three basic units of procedure (pl): (1) training of

ara-aolessional aides and establishment of resource centers of occupational infor-

:atIon: (2) on-sie visits for continued supervision and to determine the effective-

les:; c: the p2ogram and subsequent revision of on-going programs; and (3) planning

fiscal year beginning 1 July 1973. This evaluation concerns itself ex-

on the conduct of the three-week Trfogram of training parapofessional

In questions are addressed: (1) is the training program focusing on the objec-

v./3 Intended for it, and (2) how well are the objectives Being accomplished.

of evaluation were:
observation
sLructured interview
unstructured interview
rating scale.

.-111,7cor sr?nt one full day toward the end of the three-week program (Wednesday

final 14.7ek) on-site with the program staff and trainees. Some time was spent

:in7 normal training activities asthey were carried on; some time was spent

c:- of staff and trainees individually and in small groups for interview and to

written ratings. Staff were seen separately from trainees, in order to

re:,fv: anonymity and freedom of response of each group. Some in each of these

:ou.: .:ere also seen individually, again to enhance freedom of response. Every

and full-time staff member participated in either (or both) an individual

a evalLation. Two part-time staff were also involved.

limitations and biases in this report. First, it is cross-sectional, rep -

in one day of a three-week training experience. Second, the evaluation

tuu1 heavily on self-reporting by staff and trainees, and as such may reflect

51- incomplete memory, social desirability, and the other typical problems of

_1. ports. ThLrd, the training program was not completed at the time of evalu-

tin-7 this gives an incomplete base for trainee and staff judgments, especially of

0 he 'emEntation ("how to") phase of training, which war designed to come largely

In t. 7' ,r3t we

\PPF .H EVALUATIOF, page 1.



his report will 1, (TR:an-17:0d into three main sections: (1) evaluation gained

:hro'...7-'h interview: (2) evaluation through ratings of program elements, and (3) eval-

'hrough observation.

( L UGH i:7-71.31/T7T

1,7 ;n1 trainees were interviewed individually and as groups in semistruc-

; fashion,

to this evaluator is the high degree of commonality among the

not c'nly in tko opinions they hold on various activities, topics, and issues;

thprsclves that are focused on are largely the same f7om staff

r to mc:ber, This suggests a strong bond and considerable communication among

a. a rF:?.esa77,/ ingredient for a program of this kind. Each staff member was en-

TotL1 program and particularly about the area of his or her own con-

i

1; enthusiastic about the program, the staff, and their work

pn

:iffered somewhat nn what amount of freedom should be allowed

ahl choose elements in the program. The staff felt on the one hand

certain knowlednes and skills that must be learned in order to function

_lnd that trainees could not opt out of. At the same time, they be-

individualization was provided for by a performance based cur-

r 7-? actJvities where persons were already competent, A small nun-

c. that more individualization and freedom of choice would have

1.e1._fuT, 7 ',I, j.zainces and staff felt that more dividing of the total group,

:Frondary school, school vs. community agencies, would have been

L'hc_;* reo,uil':ing more resources.

-,*:r Lncreasim., individual attention in the third week, as trainees

r .
;lanc and :'atcrials for taking to their work settings, checked

- Pnd. tried thymselves out with live clients. This seemed a
_ . -.c,17ity, 1st very demanding.. This reflects, to this evaluator, twd

tTho teaming precrrah nay be too ambitious for its three-

.

7 a I;pc:::n1(: to th[ciop the df.::;ird knowledge, skills and in-

.: _n two, the. autonomy and rangc, er activities expected for

/,.nnihed and were eager for the ycar's follow-up activities,

b.,r, planned to sharpen skills and reinforce insights

i-, in :
'gul.misr that come new infrmation and skills and job functions

(
of training will also need to be introduced over the

-f' tLe train-is came from settings where supervision will be general

. f-12 place:: a conglderablr ' '-]erand for higher level job func-

e.r. for srrei .ning and selecting materials; and

hrtlp.

ef aut?nomy is also ]inked to the mrans of selection of

!Cf w. w,11 away of inc brad anrn of work settings from which

a. rcrtiv rerernid tL 1,c(,blem:-, this caused in terms of

5 (-1)



disparate expectations, varying skills, differing demands of work settings, prob-

lems of on-the-job supervision, funding, follow-up, etc. Staff nay need to examine

more closely their preference for a broad range of work settings as it .relates to

role and autonomy of trainees.

Some concern was expressed by both staff and trainees regarding on-the-job super-

vision. The one- clay visit by local supervisors during the training program was

welcomed and needed. In some cases, especially with the aide working in a prised

setting, supervision may need to come almost entirely from the project staff. In-

asmuch as staff is both outside the institution and temporary, such a situation

needs close attention, The visit by the supervisors was felt by those interviewed

to be an important part of the program. Several trainees recommended that they be

given more help in learning about institutional life and how to cope with it, in

preserving their role, and in working with their supervisors. They recognized that

much of this, of course, would have to wait until they were on the job and being

visited by project staff,

Several staff expressed concern about the program content and procedures dealing

with minority groups. While' all agreed this was an important training activity,

the anxiety which they perceived had been raised and expressed among trainees was

bothersome to staff, All wore looking for other ways to handle the content; it

should not become too intellectualized, yet it should likewise not be too affec-

tively potent. They wished for more time, also, to be spent. on this topic, but

felt that tiri(! just ,;as not available in the three weeks among all the other ob-

kalv.7, and a='tifitlen. Trainees did not single out this program aspect for any

comment,

Ott 'ration in the staff and traine interviews was devoted to the resource center

material and yquipmf:nt that ,,wre available for trainee examination and practice.

All b(:liev the oral rials wore amplk,, and readily available, and that sufficient

opportunities for hands-on use especially of audiovisual equipment had been pro-

vided. The proF7ram aims at putting materials into use by school and agency cli-

entH.(:, an'? net merely havinm it in dead storage. Thus the 'practice with live

-11c.nts in the third week seemed very appropriate. Live clients were being worked'

with for the first time wh,,n this evaluator was visiting, The effects of the ac-

tivity can only det.ermin.H later. Suffice it to say the practice was welcomed

by train( .,s and staff akin

Locally clv,f1,-.1), 77_,Vri%L., wen: stress ed by several staff as important. Staff

were concerned that, nor_ elementary- school age level material was not available

in the mcd),1 rysourcentr.r. Such material's as were available were thought to be

sore-n- anieial users' opini-Al and staff assessment, There was a

``ariety of opinion among staff as tc the 'occupational" relevance of some of the

c(.nt,,r trus, study habits, human nil.ations, But the

prvailirm 7Lntim,nt that "occupation" shc.2.1d tilsumnt of in tr,rmn. of life

and a Lrcad view of p(:rcons rather than narro'dly of "job", This correlates

with attitud toward ti.c paraprofessional role,

Th( timir t.h program fccus,,d. on by staff and trainees alike,
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The human relations aspects of the program came in for great and enthusiastic

praise by the trainees. It seemed right to all that it be early in the program
both as cement f'r the croup and to set a tone for the more technical work which

followed.

The formal training aspects of the program involved the daytime hours but not eve-

nings. No homework cr formal study or written assignments were given. Yet hand-

out material (with the implidation for study) was liberally provided. This ar-

rangew7nt seemed to suit those staff and trainees who were asked about it.

A large number of trainees reacted negatively to the job label of "aide". There

were several kinds of reason expressed: some felt that they were being trained

to function relatively autonomously and that in fact many of them would be inde-

pendent; oth,,rs said the title was demeaning: and several believed that it implied

subservience to a supervisor who in turn might undermine their role and effective-

ness. TI-: tern "coordinator" was suggested.

Trains use '11 a varied of training methods, especially those calling

for Ders-al involvement.

Summary: E-:.r -a11, the.staff felt democratically involved, enthused, and them-

selves stimulated toward growth. Trainees were enthused and felt they gained much

from th': program. Pr serious and pervasive neative assessments seemed to be made

by either 17rains or staff. Such recommendations for change as we -re made had to

do with balance of activities, timing and sequencing and relevance. The trainees

felt that thc staff had wnrked hard on developing the prngram, were obviously in-

terstel in what thnyw-ere doing, were working closely together. as a team, and

were expend themselves on all things both instructional and noninstruc

t;nnal, The .pecially anpreciative of the human relations and the team

bridge nnnc,-pt an,1 activities of the program. Staff saw themselves as an inter -

active and snorth-functinning team, and saw the trainees as alert, eager, and

(2) 1-1;,71Nr. SCALES

This s"_tiff: of ;;b. report treats data which was quantified. Three types of in-

formpl-n 7aLL.:rn'i which might contribute to program assessment and evalua-

tion; 1) staff ratings of trainee achievement of training competen-

(.z) valet rankin!-s or their competencies, erlend 0) trainee assessment of
contact with (,xp.ri,-:no(,:l lcad.in:- to the skills listed on the proficiency checklists.

The ainin 7:rr.7.umed to ,nor-pa cs nine :iajor skill arear . These are

h,I;Aan skills: huran behavior a;,renc.ss: clnrical skills A-V'skills;

rPsonoe handling skills; skills in use of resources; organisa-

tion:t1, Trso,Thral, and legal and ethical considerations; terminology; and current
72,7nh _Jaff :,,-,71-xr and a sample of trainees was asked to rate the compe-

ri thcy 71p to that time in the program. A four-point scale was

used, frnm "nrnr, rff: 17." to "(x,-llent" competence. Ratinrrs were to be based on

pror:17, 1-.1x-vh the training program ni otherwise. Table

APIEF.TY



presents the distributions and mean scores for each of the nine skill areas as re-

ported by staff and trainees.

The first observation that must be made is that no actual mean ratings, whether by

staff or trainees, fall below the theoretical mean (1.5). Rather, they are weighted

positively in all nine skill areas, with the exception of the staff's rating of

the "organization" area..

Trainee ratings tend to be higher than the staff's, with six cf nine skill areas

more pos'itively marked by them. None of the trainee mean ratings are below the

staff's, This would indicate either a degree of humility on the staff's part, or

a greater competency recognized by the trainee-recipients than the staff perceives.

Table I

Staff and Trainee Ratings of Trainee Competency in Skill Areas

Represented in the Program:

Staff (N 6)

Pistributions and Means

Trainees (N = 11)

Skill Area 1 2 13 rear. 0 1 2 '3 Mean

Hunan Relations 0 2,5 0 0 3 8 2.7

Behavior Awareness 1
2,6

Clerical
1.? 0 5 4 2 1,7

A-V
r 5 2.5

Informatior. 2.5
1) 0 5 2,5

Use of ResoureF: 2.2 1 6 4 2.3

Crg:anization '3 '3 1,5 1 5 5 2.4

Terms 1 2,2 c. 0 5 6 2.5

Social Ir.r7 s 1 3 1,6 4 2 5 2,0

Staff rating of 41"; nine skill areas are clustered together except in two cases:

awareness and social issues. In the human Ichavior area, there is a wide spread

of staff opinion as to the competency of the trainees; in the social issues area

the staff Arws a bimodal split in its aErsessment of trainee competency.

Trainee: ratings in the nine skill areas also tend to be clustered together,--There

is a narked diver c'nce in two areas: clerical skills, and again the social issues

ana. Trainees are wide spread in their assessment of competence in each of these

areas, althow7h me ratin,72 are in the lowest category.

It would seem that the, ,=:neralization to h.' made in that there is strong

positive opinion of trainc oompetency in the -i.ne shill areas. The. ,neatest
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discrepancy of opinion showed up in the social issues area.

Even with the over-all sense of competency, there are clear differences in level

of perceived attainment of the various skills. In order to tap these differences,

one group of trainees were asked specifically to rank order their competencies at-

tained up to that time in the program. Table II presents the results.

Table II

Trainee Rankings of Their Competency in -Skill Areas

Represented in the Program

Skill Area

Trainee Assessment (N = 9)

Ilean.Ranking Rank Order

Human Relations 2.0 1

Behavior Awareness 3.1 2

Clerical 5,1 6

A-V
-, -3.8 3

Informatinn
4.8 5

Use of Resources 4.7
14

Organization
6.3 7

Terms 7.8 9

ncial Issues
r,5 8

The Human Relations skill area steals the competency honors in this trainece group's

rankings. It not only ranks first but stands as a cluster by itself. The next

skill area, behavior awareness, is tore than a full mean point lower in rank, The

next five ranks form a cluster! behavior awareness, A-V, information,. use of re-

sources, and clerical skills, Another full mean point in ranking separates the

final cluster! organization, terms, and social issues. It should be noted that

these rankings were forced. In other words, all areas might have been considered

"excellent" or "none at all", but the trainees and staff had to rank each area with

the ether.

The third segment of this suction of the report gives trainee assessment of whether

they have in fact had contact with exper. ,nces leading to the skills listed on the

proficiency checklists. For this, the evaluator polled the trainees, using a

sample of proficiencies from each level of each skill area, Trainees responded

hither "Yes, we were exposed to and had some practice toward this skill," or "We

were only told about this," or "We had no exposure to this skill."

In Level II of Resource Center skills, the trainees stated they had had exposure
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in most of the leas.

In the Clerical Skills area, there seemed to be wide divergence of opinion, since

some already had adequate skills. One finding stands out: the trainees felt they

had not had opportunity to practice the skill of "standard telephone procedure."

The Library Skills seemed adequately.covered, and the trainees agreed that they

had had heavy exposure and practice in virtually all of the.Audio-Visual skills,

EVALUATION THR,OUGH OBSERVATION

This section of the report will treat only areas not previously covered, (Much of

what was presented earlier was also clearly observable well as obtained through

interview and rating scale.) Admittedly the observations are an incomplete sample,

cross-sectioned, and filtered through this E duator's perceptual field.

The general atmosphere of the training seemed relaxed, informal. It focused on

sharing ideas and information in an authority-reduced way, Teaching was pragmatic,

not heavy with jargon or esoterics. Task centeredness was paramount. Discussion

was easy and copiots. The staff's spirit was cooperative and infectious, There

was much staff observation of and participation in activities nominally led by one

member.

Physical facilities ware ample and comfortable. Equipment and materials were

abundant and accessible. Lively and helpful visuals through posters and bulletin

boards were present.

There were obvious differences in level of educational preparation, experience,

sc]f confidence, and sooial attitudes amorw, trainees. Some were intellectually

oriented, socrejob-focusH. This unevenness made individualiztion all the more im-

portant, and staff seemed intent on achieving it.

The (7^nral tenor of the institute at the time this observer was present seemed to

carry a trait-factor, ixternal information orientation about helping activity.

The staff's concern for follow-up was apparent. Their desire to be accountable

for their work--to be evaluated--was strong. Program activities seemed in the main

to follow the immediate training objectives as listed in the project proposal. It

is important to note that this evaluator's observations produced a very favorable,

even pleasant, reaction to thf: training program.
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